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Please give brief details of what action the employer has taken to meet each of the following commitments: 
Commitment 1:      To interview all disabled applicants who meet the minimum criteria for a job vacancy and consider them on their abilities



Commitment 2:      To ensure there is a mechanism in place to discuss at any time, but at least once a year, with disabled employees what can be done to make sure they develop and use their abilities.  


Commitment 3:
To make every effort when employees become disabled to make sure they stay in employment


Commitment 4:
To take action to ensure that all employees develop the appropriate level of disability awareness needed to make the commitments work

Commitment 5:
Each year to review the 5 commitments and what has been achieved, to plan ways to improve on them and let employees and the Jobcentre Plus know about progress and future plans
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Contact details have not changed since the last review. 











Applicants are made aware of the Guaranteed Interview Scheme through the application process.





We interview all applicants with a disability who meet the minimum criteria, which are defined by the Essential elements in our Job Descriptions.





The Recruitment Team will check all those who request an interview under this Scheme, to ensure that they have been offered an interview, if they are eligible. 





We use data to monitor progression of applicants with a disability through the recruitment process, to ensure we are non-discriminatory.











We have a comprehensive staff survey, which has a strong focus on "development and use of abilities" and much else besides. We have found this to be an excellent way of "hearing the voice" of staff with disabilities.


This survey is carried out annually and all of the results analysed by equality category, including that of disability.


This, together with a comprehensive data analysis, gives us a view of what the key issues are.


Having identified the key issues, we consult with staff with disabilities primarily through the Diversity Leads Forum (a group of diversity champions) and the Joint Staff Forum (our vehicle for general consultation, which includes a representative with a particular interest in disability issues).




















As soon as someone develops a disability which has a serious impact on performance, an HR Manager (who will be well aware of “reasonable adjustments” and of support via Access to Work and our Occupational Health team) will support the line manager in case management. We have recently developed a relationship with Pluss, through their retention programme, to further support this area of work. They are proving to be a valuable source of specialist support, in the workplace. 





Redeployment is always considered, if the present job is no longer suitable. We have an employment case currently live, where, without reasonable adjustment, the employee would almost certainly be dismissed, but we are actively seeking redeployment.





We have conducted a major review of our sickness and capability policies, since the last assessment. The equality impact assessment of this work has made sure that consideration of disability and the offer of appropriate support is thoroughly integrated within these key policies.











Promoting disability awareness is part of our overall strategy for equality and diversity training. This is as follows:


All staff receive equality and diversity training at induction and a three yearly update.


We have discrete courses in disability awareness, which are regularly delivered. 


Equality and diversity is embedded in other training, for example:


-	our performance management course has a practical exercise built around someone with a disability


-	our mentoring course considers the impact of disability prejudice


-	we are issuing our trainers with a list of equality and diversity messages to embed in their delivery, which include specific ones about disability. 


We are recruiting adults with disabilities to work experience placements and giving disability awareness training to all teams hosting such learners.











Commitment 1


We have reviewed our recruitment processes in the light of the Equality Act and have exceeded the minimum legal requirements in the extent to which we protect the disability status of applicants.





Commitment 2


We are reviewing our communication with staff, as a whole and how we engage them in the equality agenda.


We have webpages planned on disability, which are due to be published soon.





Commitment 3


We have identified the full range of support available through Pluss (beyond their retention programme) and considering how we can integrate that within our recruitment process.





Commitment 4


We will review, in the light of feedback received from our forthcoming webpage on disability.





We have an ongoing relationship with Jobcentre Plus, where we review progress in this work.  








